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ABSTRACT f • • . 

"* Developed in two training sessions involving key 

personnel from business, industry, and community agencies wna counsel 
employees or clients about career changes, this handbook is intended 
to rifelp persons who are responsible for guiding adults through 
educational or career changes. The guide is organized .into 11 
sections. Topics covered by "these sections are the following: 
definition of educational mentoring, motivating iearning and growth 
of adults, barriers to change that managers create or reinforce, 
dimensions of educational brokering in the mentor role, factors which 
enable a mentor to be helpful, communications skills a mentor uses,* 
barriers to effective networking as a mentor, recognizing a mentor 
from the adult's point of view, issuing invitations to learning and 
growth, communication blocks j and contracting for action. A list of 
the persons who attended the mentoring workshops and^a guide to 
resources for educational mentoring complete the handbook. (KC) 
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7>'> guide is intended a reference for those person* 
en^cd in counseling adults -about career change and 
eJU'Jtionat goal setting 
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This "Educational Mentoring Handbook" was developed under 
a Federal 310 Spec*a» Demonstration Project awarded to 
JJrevjrd, Community College, Open Campus, during 1982-83. 
Special Demons ti at ion Projects must show a model program 
that can be disseminated and adopted at cost* effectiveness 
by othe* districts, state and nationally, Funding for* 
such piojccts is provided under The Adult Education Act, 
Public Law 91-230, 1978. lh-is grant was awarded through 
the Adult and Community Education Oivisioji. Department of y 
Education, State of Florida. 

This project provided two training sessions, involving key 
personnel from business, industry, and community agencies 
who hold positions that require counseling of employees or 
clients about career changes. To assist these partici- 
pants in training for educational counseling, there was 
developed a "Brevard County Directory of Educational 
Options "far Adults" and the "Educational Mentoring Hand- 
book." These references are available upon request to 
other agencies, businesses, and industries who are consid- 
ering adopting the concept of educational mentoring. 



Brevard Community College 

Open Campus 

1519 Clcarlake Road 

Cocoa, FL 32922 

Tele: 632-1111, Ext 2300 
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Barriers to Effective Networking as a Mentor. 
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Communication Blocks/Anytime' .... 
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"Employees are an INVESTMENT, 
Educational Mentoring on trie job 
can help that INVESTMENT GROW!" 
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DEFINITION OF EDUCATIONAL MENTORING 




An educational ''MEN10R" is delined as if close, trusted and 
experienced guiae wlio can provide information and psycho- 
logical support to adults interested in continuing their 
education. 

J What does a "mentor" do? 

• 'Act as a TEACHER. . 

• H» ve as a SPONSOR. . 
- • Serve as U0S1 and'GUlOb. . . 

" • Be an EXEMPLAR... 

• Provide,COUNSEL & MORAL* SUPPORT. / 
« Build CONFIDENCE. . . 

t • Serve as an insightful SOUNDING BOARD... 

An Educational Mentor on the job can serve as a SPONSOR, 
GUIDE, COUNSELOR, AOWSQR, COACH; FRIENO and BENEFACTOR. 

An educational Mentor Qn the job can -help people take 
advantage of technological change by... 

» Counseling attuned to employment trends. 

• Program counseling which ultimately leads to gainful 
employment, 

• Encouraging adults in education program selection 
from several career options in postsetondary efforts 

ft MEM OR on the job. 

• Can improve employee/employer relationships, 

• Can promote educational growth of employees. 

• Can promote self-confidence and personal growth or 
the pert of employees and clients, 

• Is knowledgeable abotjt educational' opportunities 
within the community and who to contact for referrals. 
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WH, A MENTOR ON THE JOfr 7 Because 7tt of <iM adult learning 
rTTraceable tv chanqt-s in JOBS/CAREERS and family because 
Americans spend roughly 7 1 j% of then time with jobs, car- 
ters, and families Sometimes PEOPLE .ieed help to bring 
ibout CHANGE ami GROWTH in their lives 

With or* without Counseling credent' a Is. (OUCATORS and 
MENTORS can help people through transitions caused by the 
crimes of unemployment and hiqh technology. Practical 
OHOANCE and COUNSELING about -educational options ,in the 
' omnium ty can use Vie technological explosion as a- vehictar 
for human progress and ptomole continued learning and 
i)< owth foi^ -individuals 

i j A "men tort* on the job must have..' 

- a conviction or belief in a person's potential to 
. contribute to the organization. 

- a commitment to invest the time necessary to assist a 
pei ton with his/her development. 

- the skills, experience and knowledge to help a person 
develop his/hei "educational and growth potential 

U A "mentor" on the job is able to. . 

• understand adult learning theory. 

- understand adult learner needs and 1 be sensitive to 
those needs ^ — • 

• demonstrate strategies to help adult learners with 
educational goal setting and project planning. 

- demonstrate active listening and communicatibn skills 

• communicatee with up-dated knowledge about educational 
options available in Uu county. 



build active linkages with persons who can (jive 
information and assistance with educational planning 
for adults 
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COMI'ANY/AGINCY CONS IDPR/ft ION FOR A0GT1ING 
lilt MINTOJ! PROGRAM 

The Mentor Role: i 
^1, Defined in accordance w ith 'organ wat ion's realities 
Unqualified backing of tip management » 
Needs and priorit ios identified 
Effective/ef licient strategies employed. 
Rosogrces avui lable JLo, implement quality prgg; im 



Establishes and maintains a climate tha* (a) de el ops 
people, and (b) attains organizational goals 

7 Long range plans to improve potential and produc- 
tivity. ' , 

iS, Organizational climate for (a) solution of problems. 
, (b) proper use of resouices. (O coping with change, 
and (d) making the organization successful. , 

9 Evaluates progress and performance? 

10. Determines value of human resource development to 
programs and service 



(Or, Oan Gardner. Fjprida International University, 
.Human Resource Development Center) 




t:: » 
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CHECK YOUR PERSONAL CHANGE QUOTIENT before 
Deciding to Assume' the "Educational Mentor" Role: ; 

Answer "yes" or "no* to these questions. '{You may also 
want V> consider how these questions apply to your super- 
visor, peers, and subordinates: or* you may want to have 
other staff meabers rate you with this checklist to see 
how their ratings compare with your self-rating). 

YES NO . J 

, 1 Can you getN enthusiastic about proDlerss 

"* outside your specialized area? 

2 Oo'you feel the excitement and challenge of 

finding a solution to problems in many 
areas, regardless of whether they are major 
or minor challenges? 

3. When a problem se,ems to hold little or no 

interest, do you nevertheless try to develop 
an interest in the problem's possibilities?- 

4. Oo you know what is expected of you by 

management? 

5 Oo you seldom assume limitations and lack 

of freedom inyo.gr work? 

j_ 6. Oo you sometimes set the problem aside 

temporarily to get a new perspective, 
without closing your^mind to it or giving* 
up? 

_ 7. Oo you resist **bft>cking* a # project even 

though you, think it trivial and distracting 
from problems more to your taste? 

8. Oo you accept the occasional i 1 logic of 

your mind, recognizing that it c»n lead you 
' to solutions in managing change? 

9 Oo you commonly, carry a notebook tn put 

stray ideas in writing? 

. 10. Oo you seek many ideas, rather than bepomlng 

satisfied with one or a few? 

11. Oo you know how to simplify and organize 

your impressions? 

Your quotient is high if you answered J Yes M * to at least 8 
of the 11 questions. Innovators of change need great 
tenacity of purpose and stubborn resistance to discourage- 
ment. They need initiative, curiosity, and the ability to 
simplify the many reactions and events that occur during a 
changejprocess. 

Adapted from HAKAGlNG CHARGE: THE STRATEGIES OF K*\lNG 
CHANGE WORK FOR YOU by John S. Horgan, C 1972, McGraw-Hill. 
Permission of use obtained by HIP POCKET GUIDE. 
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MOTIVATING LEARNING AND GROWTH OF ADULTS 

Your company or agency has decided to ddopt iHe educational % * 

mentor role. The assumptions are that you*are interested ^ ' 0 

in the education, training, and development of* employees 
and clients and in improving agency/company* s capacity to 
develop personnel. How do we motivate people to learn'and 
grow? Change isn't easy, but once the barriers are recog- 
nized the first step to being an effective mentor is 
there. — he*> 

Barriers to learning can be situational (lack of time, 
transportation children, stress at home, ej^c. ) or disposi- 
tional (I'm too old; 'I can't right now, etc.) and institu- 
tional ( inconvenient schedules, poor location,, not the 
right course/program available). o 

However, as a mentor you can recognize and work with * 
' adults in these areas: 

1. Coping *with specific life events. The more Hfev 

events^jn -adult encounters "the more likely he/sj^e » 
will seek out learning experiences. ) 

2\ Note that the learning experiences adults ^seek are 

directly related to life changes. » 

■* ' 

3. Key in on the 'fact that adults will engage in learning * * 
bef ore/during/after life y changes--once convinced 

change is to occur. 

4. Be aware that for most people, learning is a meansj*^ 
not an end. . r ™» 

5. Be alert to. increasing/maintaining self-esteem and 
pleasure, ^for these are strong secondary. motivators. 

UNDERSTAND A "BIT" ABOUT AOULT LEARNING TH£Oft/(Andraqoqy) 

1. Readiness to learn (motor skills aire already devel- 

. oped--chi ldren's motor skills hav£) n ot. .. there is a ;v ^ 
di f ference). • . , ^ 

2. Past experiences, (adults draw on past experiences and 
developed values. .. recognize these). * 

3. Self-concept (an "adult thinks of, himself as an inde- 
pendent personj. 

4. Time limitations (they want ityno*--show me how I can 

- use it now). ■ # * 1 \ 
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MWU KINO OP CU KiHCUlUH OQ ADUIT^ PftEfER? 

I Adults -ire less interested '\f survey courses- -more 
w>tcrtvsti-<] in 'single theory, courses with oppl ic.u. »n 
and relevancy „ 

& ^ 
: Adults need to integrate ldfas with what they already 
kitow . ' * 

«■ i 

3 Adults find that infoiaation that con! I ids with old 
knowledge threes ro-e'valuation and slows integration 

f * 

4 Adults nnd that fast-paced, complex or unusual 
learning t tasks interfere with the .learning of con- • 
teats.* . o * * * . 

Adults find 'that information with little "concep- 
tional overlap' 1 is learned more slowly 

6 Adult learners compensate for bei,nq slower (psycho* 
motoi ) by beinq more accurate 

V Adults olten'take errors personally,. ...^ 

3. Adults ippieciate curriculum that is A aware of the 
♦values of themselves* (In other words, curriculum 
designers need to be more aware of the values of the 
jt, target gr^up}. *, * " 

<i Adults prefer self- directed and se^f-des igned learning 
' piojects (Researchers, hlive round* this to he true 1 
to I over yioup leaning). 

10 Adults prefer programs wjnen are acceptable to dif- 
ferent life stages. . _ 

II Non-humai media*, an* popular with adult loarners 
(audio-visual andmedia they can use themseWes. ) 

Tvurs of nmc^ im\ aouiis wiu ver* hkeo remst 

Changes thaKthey PEKUlVE'wUl lower their status or 
prestige \v_ \ 

Changes that cause fear * 
t t 
Changes that af thn. their job content and/or pay 

vJChanqe?* that reduce t^nr "author! ty or informal group 
tel Httmsmp's 1 
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• Changes that are f orced wi thout exp 1 riati on ciV 
"employee participation 

•"Changes that reduce their authority "of freedom to 
act. -a - 

* Changes „t hat come at a time of mental and/or physical 
lethargy (sometimes called "systems overload"). 

The information or changes that adults will likely resist 
^can be extremely useful if we use it to. assess each change 
situation individually. Iry putting yourself (through 
fantasy if possible) in the other party's situation. If 
you wee that person or group, how would you feel about 
this idea "or change? Which of these reasons for resis- 
tance would come into p*lay? Be sure^ to try to experience* 
not only what others. may THINK about 'your^ldeai. but afso, 
what they might FEEL about it". (Hore about THINKING and 
FEELING LATER). * 

REMEMBER: the way a change is implemented sometimes stimu- 
lates more resistance than the change itse-lf. 

Resistance to change is not inevifoble* People nfay fear 
it. as a threat to their security and their way of doing 
things. On the other hand, the idea of change can also 
produce pleasant anticipation of new experiences and. 
benefits. * , , 

barriers to change that managers create or reinforce 

1. ' F.ailing to be specific about a change. 

2. Fai I Ing <to show why a change is'necessary. 

« * . * 

3.. Failing to a"^low those affected by change to have a 
. say in Ihe-planning* 

4. Using a personal appeal to ga'n acceptance pf a 
change. 

&y DTsregarding a work group's habit patterns, 

6 Failing to .keep employee* informed about a change , 

Z. Failing to ajlay employees" worries about possible 
failure , " ; 

& Crsating excessive work pressure during 3*change. 

u . • ' • , / . 

9. failing to deal with anxiety over job security. 
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DIMENSIONS OF EDUCATIONAL BROKERING 

Counseling - Referral - Advocacy - Information 

C EDUCATIONAL COUNSELING involve*, BEING 

Respectful,- Energetic - Creative - Self-directed " 
Oecisive 

0 EDUCATIONAL REFERRAL involves BEING 

Tactful - Non- judgmental - Knowledgeable 

0 EDUCATIONAL ADVOCACY involves BEING 

Creative - Determined • Self-confident - firm 
Collaborative - Self-controlled - Tactful - Persuasive 

0 fUBLIC INFORMATION involves BEING 

Outgoing - Enthusiastic - Persuasive - Adaptable 
Resourceful - Imaginative - Knowledgeable 

1NFORHAT ION DEVELOPMENT . -« 

i 

Gather and organize information 

Use information systems. ^ 

Identify client need for information. 

6e knowledgeable about specific information resource 
*nd referrals. 

Communicate information to clients. 
EDUCATIONAL COUNSELING: 
Establish rapport. 
Foster svl f "disclosure 
Identify. problem for counseling. 
Acquire information relevant to counsel inq problem, 
lake action. 
Work with groups. 

Do follow-up. • Vv - 
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PROBLEM SOLVING SKILLS: 



1. Questioning - Phrasing correctly, knowing what ques- 
tions to ask, repeating answers back for clarifi- 
cation, leading questions ("Is this what you want.. .?) 

2. Observation - Understanding body language, maintain- 
ing good eye contact (move out from behind the desk 
and sit with the person. Pay attention to your own 
body language). 

<, ? .* 

3 - listening -A good listener looks with interest, 
maintains friendly eye contact, gives »ncouragement 
through gestures, doesn't jump ahead in thought and 
interrupt, takes notes unobtrusively. 

4 Exam ination Career aptitude tests are usually non- 
threatening. A test for basic skills, such as reading 
abi 1 tty, math, writing, etc. can be threatening to 
those who feel inadequate in these areas. Use pro- 
cesses and communication that creates a relaxed 
atmosphere and bui Ids trust. 

5. ftost-examination Intervjew - Should be informal with 
strengths being emphasized first and then lead the 
client into recognizing his own weaknesses/needs. It 
is crucial that thQ. person recognize his own needs 
and be open to counseling. 

USING INFORMATION : 

1. ANALYZE by looking at several options for suggestion 
to the person. 

t§ HAKE A DECISION as to the correct counseling/advise- 
ment to be made. 



3. LEAD THE PERSON in processes that gets him to discover 
solutions to needs. 

A. USE GOAL SETTING TECHNIQUES. 

At this point the person being counseled should have 
recjqnized spec! f ic needs. Advise on how barriers the 
clierf^. brings up can be overcome.^ Get the person to think 
of wa^s to overcome barriers. Ask the person if he wants 
you to suggest some ways. 
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MEN HIRS CAN BE R£lUG. M I ZEO BY THE THING > IHtY 00 (or by the 
flTTnqs they want thorn to do) \ j 

I Jhey LISiEN. . M/mWr- m 

2. Uiey <t>k good que* t ions S ^ j 

. -1. > @ 'ft 

3 I hey further develop yuur plans "^**^|\* S 

4 Ihov influence, hut don't deteimme. your plans. 

5 Ihey help you solve problems 

6, Ihey expect you to use your own best judgment. 
/ Ihey help you find your own ski Ms and potential. 

8 Ihey do not expect you to be "just I ike they were." 

9 Ihey chal lenqe and p« od yoi 

10 Ihey (jive you advice on technical or organizational 
matters, serving as expert resources 

11. They share your ups and downs. 

12 Ihey provide yon w» th real istic personal information. 

AS A MENTOR ask yourself- "What an I going to do? What ' 
are my limitations? How much am ! willing to give?" 

KEEP YOUR EYE ON THE PERSON'S PROBLEM . . . 

"When you are up to your eyeballs in alligators, you 
have forgotten' that the Initial objective wa* to 
drain the swamp! N 

BARRIERS 10 E> FEC IIVE NETWORKING AS MENTORS 
— * s» 

1 Dividing the wrld in "good" guys and "bad" guys. 

2 Defining people and situations in conventional or 
stereotypical terms. 

3, reeling that the envi ronment cannot really be signifi- 
cantly influenced or changed 

A. limiting, in any way, the possible connections that 
cOjUid be developed.by the network 

'S Attempting to predict «the outcomes of relationships 
between network m<vn'oertf 
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f>. Members who adhere to insti tutional , profess ional , 
and technical norms. 

7. Rigid times constraints: limits, deadlines, 9 to 5 
hours. • % 

The inability to redefine people -and situations 
[ creative ly. „ t 

9 A narrow definition of one's, working role, "profes- 
s i ona I i nmj^ in t he t rad i ti on<\ 1 sense , emphas i 2 i no 
specialization of function. 

• 

10* Underestimating the knowledge and abilities of others. • 

11. Dcfinin j needs onlyJn monetary terms 

12. Attempting to formalize rules and network structure 
too early in its development. 

13. Seeing what is as opposed Co seeing what could be. 

14. Assessing people and situations in terns of deficits 
instead of strengths. 

15. Being unable to work beyond the boundaries of one's 
organization. 

16. The inability to share power, influence, and access 
to resources in a collaborative, non- threatening 
manner. 

17. Agency "turf* 1 * issues, agency rivalries, agency compe- 
tition. 

18. Ihe attitude: "I'd rathei do it myself." 

19. Lack of confidence which prevents taking risks or 
encouraging others to take risks. 

>20. Using a confrontational approach when problems And 
frustrations are encountered in networking. 

21. Ri«jid separation of one's personal and professional 
I i ve*i 

22. Attempting to structure particular roles for network 
members . 

23. Organizational resistance to redefining resources and 
program boundaries. 
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ISSUING INVI1AK0NS 10 (EARNING AND CHANGE 



Although obtaining help is rom.ukably commdn, it may also 
bt" difficult, at least for some persons and some changes 
If the change involves a ba^ic fefclinq of inadequacy, or 
involves the "heavy" emotions of separation, tne person 
may find it hard to approach someone for help, Some 
poopie also feel one down after seeking help and believe 
they can never repay th*» helper. Most of ds, when we want 
help, will choo e a person with whom wp feel comfortable, 
a person whom we tan trust, a person who is warm and 
empathatic * 

(INHNIIONAl CHANlUShy Allen Tough, Toilet. Chicago. 198?) 
PERHAPS YOU ARE ASKING . , > 

• How do you draw information/participation from someone 
in ordei to help them?, (INVII1NG participation) 

• Mow will you spot when people will- not likely 
follow through? (Listen to their words.) 

• Mow do you deal with resistance to change? (Passive 
or aggressive?) Procrastination is resistance. 
Pressure is resistance, real or imayinedi Vengeful 
is saying, "You can't make me do that. 1 can show 
yyu by procrastinating.*' 

• Mow do you deai with a person's feeling of THREAT 
about you (the supervisor or person who seems 1 to have 
the "power")? 

LLPS fJO SOME ANALYSE of IsXuing InvTtaUons.:. 

You really are what you THINK an<f F f EL. Look at people as 
thinking and feeling people. We've (researchers) dealt 
with the thinking part and not much the feeling. Hie 
"feeling part" will always win over the thinking part. If 
the choice is scary' or the person is uncertain about you, 
the feelings will over-i ide the thoughts. Tear always 
wins out ovei thinking We are discussing here HEALTHY 
THOUGHTS/KE LINGS and NEGATIVE THOUGHTS/FHLINGS 



HEALTH/ Thoughts. 
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"World is a good place " You are 
trustworthy." "I am capable of 'making 
a good decision 11 
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Happy, confident, enthusiastic, self- 
assurance (real feelings, such as joy, 
grief, sadness, anger that is not 
manipulative). 

"I can't do that." "The world is 
against' me " "You are not trustworthy." 
"I could not do it before." w It just 
won 1 1 work out. 

Manipulative anger, , frustration, 
failure, anxiety, inadequate, aj)a* 
thetic. lack of trust, bitter, 
depressed. 

Where does data come into the thinking/feeling when making 
a decision after you present the options? \ 

ANSWER: A person -thinking positive thoughts would trust 
you had the right information and wcu*d perhaps 
check to ma-e sure. Checking means, "I'm taking 
elegant car of myself." In terms of their 
feelings, ;.«» person is feeling confidence. If 
there is no congruence between the thinking and 
feel ing, feelings take over wlfen making the 
decision. 

As an "educational mentor" you invite people to learn 
through establishing TRUST. Trust is established by: 

1. being POTENT 

2. giving PERMISSION 

3. providing PROTECTION 

Techniques for INVITING PARTICIPATION and Keeping motiva- 
tion are done by: 

1. noting FLAGS 

2. follow through 

3 " contract resistance 

We INVITE people to CHANGE. ye see ourselves as (plus)* 
and they view themselves as (minus)-. We must recognize 
the difference between THINKING and FEELING. We must be 
in the ♦ category In our thinking and feeling in order to 
overcome the - thinking and feeling of those we counsel. 



HEAtTHY Feelings: 



.NEGATIVE Thoughts: 



Negative Feel ings. 
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MINUS THINKING: 'M am not responsible for what (bow) I 
(think, fee.l, act, learn). Someo.ie 
- * (thing) else is responsible other than 

me M 

"I can make others fool.. 
"Others make me 'fee I. 

U As an "educational mentor" you are not j espons ible^ for a 
person's learning anil teelftig. 

• There is no way to make something happen to feelings. 
The mentor must consider things he can actually do 
something about Things like structure, processes, 
and atmosphere can be dealt with, but powers in the 
area of other people's inadequacies, the mentor can 
not be responsible 

tl Ihe words the mentor uses can convey invitations to the 
person being counseled. , 

There are don' Is as. to language usage in counseling. 
Words like SHOULO, MUST, ALWAYS, NEVER. CAN'T, ami 
WHY are closed words. These words issue invitations 
which are negative. In other words, don't "should 
on people, listen to people's words and your own 
vords. Host often people are reinforcing neyatiye 
patterns which are related to another person s 
unheal thy parts. 

Q A counselor should work in the areas of ( what people are 
thinking and feeling rather than "content." 

Oo's are. "What COULD you do?," "What are YOUR 
OPTION^ OcTyou WANT "suggest Tons fronrme? "In other 
words, don't assume^ or volunteer, but issue invita- 
tions" to find out exactly what a person desires and 
needs. Often a person substitutes in his conver- 
sation, "I can't," when he really means, ' I won t. 

O Recognize that people beinq counseled often have negative 
and positive parts. 

For oxaiaple, depression is one area of our negative 
parts. "Do I invite other people to be depressed? 
Inviting others into healthy space is to be a healthy 
person. People ALLOW situations to affect then. 
Sometiaes a person has 0> get away from these invita- 
tions. One often reinforces depression or tiredness 
• . with 'responses like, "You poor thing. Are you working 
too hard*" 
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n Society exercises a system which perpetuates insignificant 
feelings on the part of young people and adults. 



An example of this is when a counselor views himsei' 
as significant with all the answers for his clients 
This person is actually viewing clients as insignifi- 
cant. 

a t 

O IN SUMMARY, no matter whether a person Is -a counselor 
advisor/ friend, the interpersonal relations in a person * 
everyday lite can be affected by the verbage .that rein- 
forces negative fcehavior in themselves ami in dealing wi'.r. 
others. A person has to take on the responsibility that s e 
is responsible for feeling, (learn, think, axt) and no ooe 
else or thing is responsible. Explaining healthy protec- 
tive or permission information is O.K, Provide informa- 
tion about what can happen and where, listen to people * 
words. People often set themselves up by assuming, 
implying. ASK STRAIGHT OUT, never VOLUNTEER unless .»ski^:, 
"Is this what you want*" 
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COMMUNICATION BLOCKS 

I. DIRECUNG, ORDERING, COMMANDING ("You must..." "You 
have to . *' "You will. J) 

Z WARNING. IHREAIENING, AOMDNlMflNG ("You had Hotter. .." 
"If you don't, then.. ") 

\ MORAL IZ1NG, PREACH* rNG. OBLIGING ("You should. "You 
ouqht. . " "It is your duty " "It is your responsi- 
bility.. " "You are required . " * 

4 PERSUADING WHH LOGIC. ARGUING, INDUCTING, LECTURING 
("Oo you realize. . ." "Mere is why you are wrdng.. 
"That is not right. ." "The facts are.. " "Yes, 
but...") 

. S ADV1SIHG\ RECOMMENDING, PROVIDING ANSWERS OR SOLUTIONS 
;"Vhat I would do is..." "Why don't you..." "Let me 
suguest..." "It would be best for you. . .") 

6 EVAlUAllNG, JUDGING NFGATIVCLY, DISAPPROVING,- BLAAlHG 
NAME CALLING, CRI1CIZING '("You are bad..." "You ore 
lazy . ." "You are not thinking straight," "You are 
acting fool ishjy. . ." "Your hair is too long") 

/ PRAISING. JUDGING OR EVALUATING POSITIVELY, APPROVING 
("You* re a good boy. . "You've done a good job..." 
"T approve of. . .") 

8. SUPPORTING ^REASSURING, EXCUSING-^ SYMPATHIZING 
("It's not so bad. . ." "Don 1 1 worry. . ." "You* 1 1 feel 
better"* H that , **to , o bad.")' 

9. DIAGNOSING, PSYCHOANALYZING, INTERPRETING, READING- • 
IN, OFFERING INSIGHT ("What you need is..." "What's 
wrono with you is. ." "You're just trying to get 
attention..." "You don't really mean that..." "I know 
what you need. .." "Your problem is. .. ") 

10. QUES1I0NING, PROBING, CROSS-EXAMINING , PRYING, INTER- 
ROGATING ("Why..." "Who..." "Where..." "What. ." 
"How . When...") 

II. DIVERTING, AVOIDING, BY-PASSING DIGRESSING SHIFTING 
("Let's not talk about it now," "Not at this time," 
"Forget it." "We can discuss it later." 
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12. KIDDING. TEASING, MAKING LIGHT OF, JOKING. USING 
SARCASM ("Why don't you burn down the school ?'/^\hen 
did you read a newspaper last?" "Get up on thf w/ong 
side of the bed?" "When did they mak;e you prWipal 



of the school?" 



d^e 



(Of. Art Burrichter, rionda Atlantic 
University & Boca Counseling Center) 
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MINIMIZING RESIST/MCE 
k — — ■. . i 

RESISTANCE CAN BE MINIMIZED IF THE PEOPLE AFFECTED ARE: 

f 

1. INVOLVED in ttfe process; 

2. Asked to contribute their feelings, opinions and 
suggestions; 

3. Told the reasons and advantao.es that will mitigate 
the uncertainty and anxiety; 

4; Provided honest communication and feedback to create 
an atmosphere of confidence and trust; 

5. Respected for their feelings, even though TTiey~maT~ 
oppose change; 

6. Asked what assistance is necessary to facilitate the 
ef fet ts of change; 

7. Given appropriate and deserved recoonition for their 
cnntrihuHnii*. 

P ■■■■■ HI 



"If only I had fewer needs, and you had more ability 
to satisfy them!" . . . Ashleigh UriUi-alit 
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* CONTRACTING FOR ACTION . * 

Coiruaitment to clearly seated goals lead*, to achievement of 
those goats. Yet achieving commitment is not as easy as 
it sounds Obstacles get in yonr way. Other activities 
compote tor your Hw, lhat's why contracts aic such 
helpful tools ^ — ' 

• « 

Ihere ate some guidelines for making contracts work for^ 
you Ihe most effective contracts are: 

1 Written I'm? primary pin nose of writing contracts is 
not~so they can be showi. to others, but rather to 
. clarify them fur yuu. Once, a * contract is written, 
vou have more investment in it 

? Steji^ **> J»tep Break your qoal down into "bite-sized" 
pieces. 

1, Tim e conscu ms -Setting tarqet dates for the comple- 
tion -of each step of a contract provides constant 
reinforcement and a sense of accomplishment. 

4. Suppoi tive : Sharing your contract with another 
persoirTelps you to clarify your thinking, obtain 
feedback, and generate a commitment to complete the 
task. 

5. Yo ur own : Your goal* must be your own and be based 
op your personal values 

Here's your chance, to take the first step' Oecide whom 
you would like to contract with. 

(Susan Gunn. Hlransky, Corp ■) 



CONTRACT FOR ACTION 
GOAL What do I want to accomplish 7 Result expect AP 



. Action Steps Target-Oates 
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Obstacles : What are my favorite obstacles that I let get 
in the way (time, money, other people, self-image, expev 
lence, etc)? 
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.aao _ pan odd odd odd auu 

My company, business, agency wants to proeote the -educa- 
tional mentor" role for employees and clients. How do we 
<jpt in vehement? * 

» . ' ' 

t * Get support and backim) Of the union (if you have 
one) and get them to help promote with workers. 

2. Use. bulletin boards and post information ".n di f fer^t 
places frequented by clients or employeesr 

3 * la Ik with supervisors, announce atrial f meetings,. 

>4 Make personal contact with clients/employees. 

5. Have a career development day t • 

6 Post a prominent pos'ter in ,uur office which indi- 
cates your wiMinyness to, help with educational 
0tj«r>ing 

• 1 * 0 

I Use your company /agency newsletter . 
N . / * 

8 Offer released ' time for employees .(paid) to attend 
adult education and v co liege classes. 

9 Bring up the topic in your conversations. Spread the 
news , , 

10 Koop an active' network system 4 going with 1 those in 
your co»pany/agencv and with the educational institu- 
te tions. Keep up-to-date of job opportunities and 

program of ferinys. for training. 



1 . 
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TRAINING MENTORS AS E0UCATI0ML A0VIS0RS OF .ADULT L EARNERS" 



linkage* for Mentoring 



Cvnthla M. Reid. Assistant Director 
Personnel 5 Employee Relations : * 
WUESTHOrF "EMORIAL HOSPITAL 
Rockledge, Fl 32955 
TEL: 636-2211. ext. 60S- . . 

Barbara. Moore. Olrector " V 

CHILO CARE ASSOCIATION 
18 Harrison St. 
•Cocoa, Fl 32922 TEL:-636-*634 

Bernlce Moore 
Bookkeeper/Secretary 
CMILO CARE ASSOCIATION 
18 Harrison St. 

Cocoa, Fl 32922 TEL: 636-6613 

Wanda Baker, 11/S V 0I rector * 
CHitO CARE ASSOCIATION 
18 Harrison St. 

Cocoa. Fl 32922 TEL: 636-6613 

Juanita Wright, Parent Involvement 

Coordinator 
CHILO CARE ASSOCIATION 
* 18 HarrJson St. 
Cocoa. Fl 32922 TEL: 636-4634 

Jerry ffirdwell , Personnel 

Technician* - 
CIU OF TITUSVULE 
P. ft. 8o* Y 
MuSvlll*. Fl 32780 
TEL! 2C9-440O 

Charles Ftunklin. Human Services * 

CITY Or MELBOURNE 

900 W. Strawbrldge Ave. 

Helbourno, Fl 32901 

TEL: 727-2900 

Gloria' B." Clark. Human Services 

CITY .OF MELBOURNE 

*0U t. StrawbrJdge Ave. 

Melbourne, Fl 32901 

*EL 727-2900* 

Oavid A. Henderson, Staff Accountant 
.KY Of ROCKLCDGE 
P. 0. Box 488 

Rockledge, Ft 32955 UL 636-5711 



10. 



11. 



1' 

IS. SRS 



Kona Billings. SftS Supervisor 
HEALTH S REHABILITATIVE SERVICES % 
705 fyocadO'flve. , Monroe Center * 
Cocoa. FV 32922 TEC: (536-2933. ext. 
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Judith Seaman. Counselor * 
VOCATIONAL REHABILITATION 
115 Palm Bay Road. Bldg. 503 
Palm Bay. Fl 32905 TEL: 725-0900." ex^. 160 
# * * 

12. Mary. Jane Ross, Counselor 
VOCATIONAL REHABILITATION 
115 Palm Bay Road. B)dg. 500 

Palm Bay! Fl 32905. TEL: 725-0900. ext. 159 

13. Stewart Clark. Counselor 
VOCATIONAL REHABILITATION 

70S Avocado Ave.. Monroe Center* - 
Cocoa, Fl 32)22 TEL 636-2933, e*L 224 1 
» *\ 

14. .Harllyn Munson. Counselor 

VOCATIONAL REHABILITATION 
i 705 Avocad6 Aye., Monroe Center , 

Cocoa. Fl 32922 TEL: 636-2933. ext. 224 * 

• 

15. Fran Warner, Director 
SUAP/CETA - Cocoa Caipus 
Brevard Coffmunlty College 

151? Clearlake Road • , 
Cocoa, Fl 32922 TEL: 6S?-U11. ext. 4310 

16\ Lucille Moffet 

TITUSVILL4 HOUSING AUTHORITY 
110H South St. 

Titusvllle, Fl 32780 TEL: 267-0931 

17 Marcella S. Smith, Personnel Assistant 
SFARS, ROEBUCK & 'COMPANY ( 
940 S. Federal Highway 
. Rocxledge, Fl 32955 TEL: 63?-58O0, X20d 

18. Scott Nelson. Agent J 

y NATIONAL TRAINING/ I NOEPFNOENT TMICKftt 

430 Michigan Ave. 
' Indlalantlc, Fl 32903 TEL : 724-8984 

19. fladqe Trick. Personnel Representative 
PAN AMERICAN C. TEST RAKGC PROJECT 

P. 0. Box 4608. Mall UrVt t MU-100 
PMT. Fl 32925 TEU 494-732* 



^AtUndfd two sessions 




' 20. lharles W. Body, Coordinator 

Human Resource Development Group 
-COLLINS GCKERAL A/fATIOH 0IVISI0N 

AVIONICS GROUP 
1100 West Hibiscus Blvd. 
Melbourne, t\ 32901 Ml: 72/-UKOO 

21. Roberta H. Ho: no . P»» r s-onne 1 *»|>oc ldl ist 
OICTAPHONC CORP. 
JWKTWctt So mo Road 
Melbourne, Fl 32935 TEL: 259-4S24, 

27. bob McKe«»y 

Industrial Relations Representative 
lOLKHEED MISSILES f> >PAU (U. 
. P. 0. Box 246 

Cape Cjnaveral . F) :>2920 TFL: 853-S194 

,2\ Frank Martin 

KUOwlLL INURNAHON^L 
P. 0. Box 2 HO* 
'Kennedy Space Center, f) 3292b 

•24. L i i Oirks, Social Worker 
SWAP Program 

HEALTH h REHABILITATIVE SERVICES 
70S Avocado Ave.. Monroe Center 
Cocoa, Fl 32922 UL: 636-2933 

25. Debbie Pride 
WfJY RADIO 

^405 Broadcast A Court 
Cocoa. M 32922 1EL: 636-441) 

26. Rich Uobsha, Counselor 

North Area Community Education Center 
BOO Lane Avo. 

MuiVilK Fl 32780 TEL : 26P-11B8 

• ?7. Barbar* Jenkins 

Outran Te f K'^r/^erruiter/ 
Counselor, Adult Basic 
%vtt >.*.pus, ' - * 
hN i learlaVe Road 

<oc\>, n >v<z t?i 6v>-ini, x?^o 

)!)/ Jlat 1 * »n,' *» 

tocoa,' - V*:: TEL: 636-b5<U 

28. Edd^ Tayloi , ve\n 

• Adulf lommwf tv Education Center 
410U S. Duke St. 

Palm Bav, Fl 32 JOS TFL: 723-303) 
•Attended two >e$si^ns 
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Patricia Copenan 
STd-OOCUMATiOM 
340 Kirby Lane 

Palm Bay, Tl 3290S TEL: 724-Hll 

t 

30. Jim Well man 

Human Resource Specialist. 
DBA SYSTEMS, INC. 
P. 0. Dr.wer 550' 

Hp 1 bourne, Tl 32901 TEL: 727-0600 

i\. Stewart E. Myers 

BARNETT BANK OF CENTRAL FL0RI0A, N.A. 
4*0 Brevard Avenue, P. 0. Box 190 
Cocoa. Fl 32922 TEL: 636-34U 

3?. Wally Hi 1 Iyer > ^ An 

BREVARO COUNTY EMPLOYMENT A TRAINING AO, 
120 Venetian Way, Suite 21 
Momtt Island. Fl 32952 TEL: 452-0150 

33. Bill Pelzer 

BARNES AND BARBER, INC. 
333 King St. 

Cocoa, Fl 32922 TEL: 636-2665 

34 Alberta Gillespee, Health Education 
* QREVARD COUNTY HEALTH DEPARTMENT 

611 Singleton Ave. 
' Titusville, Fl 32780 TEL* 26B-3730 

3^. Mary R, Moss, Mnager 
COCOA HOUSING AUTHORITY 
828 Magnolia Ave. 
Cocoa, Fl 32922 TEL: 636-9534 

36. John Wigley, Dean 

Adult Community Education Center 

2000 Tiqer Trai i 

Cocoa, Fl 32922 TEL: 632-5302 

37. Georqe* Willis, Dean 

Adult Community Education renter 

hodver Center 

*1 Hawk Haveli Drive 

IndUlantic. Fl 3?90~ TEl 724-5006 




PFSOURCES ;f OR E DUCAT I ONAL MENTORING 



NATIONAL INSTITUTE FOR WORK AND LEARNING 
1202 Eighteenth St., N.W., Suite $01 • 
Washington OC 20036 

I ndus t ry - E du cat ion -L abor Zp 11 a bor a t i on ; A n A c t i p n Guide 
' Qfl J^oJ ljl>p rat fveTC oun c i Js , by Ma x ITsni'a n aVd t h e Na t Ton a 1 
ThTtTtute 'for Work antTCearningr 1981, 100 pages, $5.00. 

I ndus t ry-Educatf on- L abor Collaboration: Po 1 i ci e s a n d 
Practi c es TfTPer spectl veTT9B2. ~$<OuT ' 

Educatio nal Brokering : A New Ser vice for Ad ul t Le arners, 
by" Jb'n«s~M . Hef f erman'," Franc fslJ. Ma cy & DonVfTlTcke rs , 
1976. 82 pages, $8.00, 

Directo ry of Educational and Caree r Information Services 
To/JTajjIu, 1980, fR pages, $4.0u\ * 

Adult Learn ing a nd the Ameri can Work er, 1880. 1? pages, 
53, TO! * ' '~ 

Wo rkj i f e T ransUions: T he Adul t Lea rning Conn cctjon , by 
FTuTE. Bar.ton aruTDie National Insfitute for WdrkTand 
Learning, McGraw-Hill Book Company, 1982. (Available 
ONLY from McGraw-lHl 1 , $14,00) 

Workltfe Education and Trajhfing and the Ordeal of. Chanqe, 
by flwirfcs" Stewart" V/HOT 79" pages , TlO.OOT 

Education and Training for Mid dle-Aged and Older Workers, 
by TumrrluTcT^^ — ~ " "~ " 

la 1JM n<j the_ J line t_ Cpmmun i ±At icm_s_ Techn ology for Workin g , 
learning, and ITvTnV/TTy" "ten 7 Carpenter f 198UTV0"pa(jes i 
$15".WT^ " . 

"Investing in Ymir Employees' Future," by Ivan Charner, - 
19M0 12 pages [ xerox), $2.00. 

BULLETIN of the National Center for Edurational Brokering, 
publisFed 10 times a year. Annual subs( riptions: $14.00. 

Lifejonu. Learning Resources, c/o Free University Network, 

Thurston", fSnhattaVft Kansas 66502, (Subscribe to 
Tilt LEARNING CONNECTION at $10.00 per year for the "Best 
NuWs-Maga/me in Adult Learning." Receive special supple- 
ments of the "Adult Learning Review of Books.") * Use the 
address shown here. • f 



Helping Adults Iwn aftfChdij*, * *5' e l\ 0 - ^"S? 1 
nab. J «iWbfWny. P-O/Box 17782, Hilwu ee, Wis- 
consin, 5^217. $8.95 plus Si. 50 shipping. TOPICS. 
Ad u It learn* ng . . . change . . . adul t de ve 1 opmen t ... i n teres I ^ . 
values ..designs for learning... needs assessment... 
developing objectives. .. develop ing teaching P|«"*--- 
intuitional techniques ami devices. ..evaluation, .the 
fiold of adult education... and much, much more. 

Roche G "Much Ado About Mentors." Harvard Business 

Review, 0an~Feh., 1979. pi>. M-2«. 

Shapiro t.«.. Haseitine, F.P. A Rowft, H.P.. "Moving Up 
' ^Modeli. Mentors and the Paircn System « Sloan 
Management Review, Spring, 1978, pp. 19. 51-58. 

fury, K. , "Mentor M.iiua ' SAVVY, ?980, ^-4/. 

Schein E H Career Dynami c s : ^Itdnnfl J ndj vi dual 4 toP"'- 
S 'mionai N6els;AddiVonVWe'sTey, Pub. Co.. Reading, M.A, 

io7a: 

Levison, D.J., et.al.. Thejeaspns. of AManJs UJe, Alfred 

A. Knopf. N.Y., 
Eostein C.F , "Encountering the Male Establishment-Sex 
EP 1 G taus Limits on Word's Careers in the P»'«««fc 

American Journal of Sociology, 1970, 75, pu. Job mc. 

Georcje. Penny h Kunmerow. Jean, m J^^^ mw 
WoUn." TRAINIHG/HRD, Feb., 1981, pp. 65-70. 
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BREVARD COMMUNITY COLLEGE 
Maxwell C. King, President 

BOARD OF TRUSTEES 
Mrs. J. J. Parrish, Jr.. Chairperson 
Roijer VV. Dobson, Vice Chairperson 
% Mrs. Irene H. Burnett 
Philip F. Nohrr 
Ralph M. Williams, Jr. 



BREVA&D COUNTY SCHOOL DISTRICT 
Lloyd A Soughers, Superintendent 

a SCHOOL BOARD 
John Witliam Baker, Chairperson 
Mrs. Lynrt Demetriadcs, Vice Chairperson 
Robert A. Anderson 
Larry A. Williamson 
Mrs. Estner Bakor 



Brevard Community College is on equal opportunity/ 
equal access institution. 




"With or without. counseling credentials, educators and 
educational mentors can help people through transitions 
caused by the crises of unemployment and high technology. ' 
Practical guidance and counseling can use the technologi- 
cal explosion as a vehicle for human progress and promote- 
continued learning tand growth for individuals.* 4 * 

Open Campus 
' Brevard Community College 
1519Ctearlakt Road 
Cocoa, Florida 32922 
(305) 632-1111, extension 2300/2060 
f 




